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Abstract: 
This paper reports on the outcomes of a replication study of a survey of British 
employers that requested information on the qualifications sought when recruiting 
employees and on subsequent training and development. While the British survey was 
interested in the uptake and use of the British National Vocational Qualifications, the 
study reported in this article is primarily focused on the uptake and use of the 
Australian Qualifications Framework qualifications by North Australian employers. 
This study was prompted by the skills shortages and recruitment difficulties being 
experienced by organizations throughout rural and regional Australia. Previous 
studies have found that vocational qualifications were not valued by UK employers 
and few employers were encouraging employees to undertake vocational awards. If 
this is also the case in Australia, it may in part explain problems in recruiting skilled 
workers. This research clearly demonstrates that employees in regional and rural 
Australia are seeking to improve their knowledge and skills through vocational 
training and higher education qualifications. Also, employers are providing access to 
training and are supporting managerial and professional employees to gain higher 
educational qualifications. When recruiting all types of worker other than unskilled 
labourers, the majority of organizations prefer to recruit workers with qualifications. 
In rural and regional centres, however, a more pragmatic stance of recruiting 
unqualified employees in some areas is observed. Clearly, employers will attempt to 
minimize training costs by recruiting skilled employees, but in the end they will have 
to provide access to training and education to ensure that they have a skilled 
workforce that can deliver essential services and products. 
 
 
Introduction: 
The Australian Vocational Education and Training (VET) system has, since the mid-
1980s, seen major changes in policies and structures that have led it into a demand-
controlled focus on the needs of industry and employers. This change in focus came 
about because globalization was thought to be impacting or about to impact on 
Australia's international competitiveness, and a perceived lack of flexibility would 
restrict change and constrain productivity. Prior to the 1980s, the national skills focus 
was supply oriented and focused on maintaining a strong, albeit oversupplied skills 
and recruitment pool. The new approach was to be industry driven, an approach that 
would in some way directly respond to industry requirements. 
 
At around the same time that the VET system was being reformed, the Australian 
University system was also encountering change. It was in 1987 that the newly 
appointed minister to the national education portfolio, J. S. Dawkins, started a period 
of major growth, change and restructuring in Australia's institutions of higher 
education (HE). The 1987 government Green Paper (Dawkins, 1987) followed in 
1988 by a White Paper (Dawkins, 1988) led to government-initiated structural 
changes in the organization, funding and management of the system as a whole. 
Zimmer (1993, p. 5) notes that the impact of the government on Australia's HE 
system '. . . must not be underestimated'. Zimmer (1993) feels that most components 
of the change initiated in 1987 have parallels in other countries. However, he notes 
that other components exist that reflect Australia's '. . . unique historical and regional 
circumstances' (p. 5). Ryan (1988) also notes this point but adds: 
 
Australia's banal international trading performance exemplified by our endemic 
Balance of Payments problems and the all-time peaking of foreign indebtedness, has, 
quite rightly, demanded drastic measures . . . It was inevitable that tertiary education 
would sooner or later be singled out for some drastic treatment (p. 3). 
 
Not only did the Green and White Papers signal the start of internal management 
change in the institutions of HE, but they also sounded the death knell for the old 
binary system. This system consisted of the traditional research-oriented universities 
and the younger, teaching-oriented colleges of advanced education, 65 in total. This 
was the beginning of the current Unified National System of universities. The Green 
Paper declared the government's intention to set the standard according to education 
profiles. Perhaps more disturbing is the assumption that the government is better than 
the educational institutions at assessing the demand for education. 
 
With this new national education and training focus came the setting up of the 
Australian Qualifications Framework (AQF) and in the late 1990s, the setting up of 
the New Apprenticeship System. Of late, however, the unions, national employers and 
training bodies as well as the Federal and State governments have all come to realize 
that national skills and recruitment issues are far from being adequately addressed. 
Skill shortages and recruitment problems in a wide range of occupations are now 
being reported nationwide. Questions are being asked and fingers are being pointed as 
Australia starts to play catch up in the skills and skill recruitment game. 
 
Consequently, there is an increasing emphasis on training and development in many 
organizations. Most Australian businesses encourage staff to up-skill by undertaking 
training or through the acquisition of formal qualifications. According to Brook 
(2005), in doing so, firms are investing in human capital; that is, the skills and 
qualifications of their employees. Further, he argues that both human and social 
capital are important in creating opportunities for or barriers to employees' job 
retention and career progression. So, it can be argued that by developing both the 
human capital and the social capital of employees, managers are improving the 
capability of employees to find work outside their current organization as well as 
increasing the worth of employees to the organization. 
 
Pollit (1999) maintains that organizations can up-skill through several mechanisms. 
For example, to gain skills and competences, many firms may 'borrow' competences 
rather than develop them in-house, most often by using consultants or short-term 
contract labour. When there is an available pool of skilled labour, organizations can 
buy skills and knowledge through external recruitment or they can build competences 
and knowledge by investing in the existing workforce. In the latter case, however, 
management needs to ensure that training benefits the firm and adds to the 
organizational intellectual capital, not just to the individual's intellectual capital. It 
may be the case that many managers are unaware of the complexities involved in 
training and developing the intellectual capital within their organizations, and hence 
allow employees to drive the training agenda. As Renaud et al. (2004) argue, training 
of the labour force is becoming increasingly important and it is an issue that involves 
trade unions, businesses and governments. In Australia, with a high growth economy, 
it is becoming increasingly difficult to recruit skilled staff. This has implications for 
training as many organizations are resorting to training staff to meet skills shortages. 
 
However, when training is not driven by management, many employees undertake 
training or gain qualifications that are not specific to the organization that is 
employing them. In their research on training in Australia, Almeida-Santos and 
Mumford (2004) maintained that 62 per cent of respondents to the Australian 
Workplace Industrial Relations Survey (AWIRS95) claimed that employers provided 
or funded most training in participating organizations. Their research also found that 
68 per cent of organizations engaged in formal off-the-job training programmes. 
These findings in part contradict the view put forward by Baker (1994) who suggested 
that there was a widely held view that it was a lack of investment by the private sector 
industry that was responsible for the inadequate amounts of training and skill 
formation in the Australian workforce. This difference may be in part because of what 
Cooney (2002) saw as the results of the Australian government's Training Reform 
Agenda (TRA). Cooney (2002) maintains that the TRA was aimed at ensuring that 
accredited vocational education and training was provided to all employees in 
industries with recognized vocational pathways. 
 
The current economic situation, according to Avery et al. (1999), has given rise to 
increases in training and management development. Yet according to Avery et al. 
(1999), training providers and educational institutions such as universities are not 
moving quickly enough to provide the appropriate training for rapidly changing 
businesses and future managers. If organizations are to benefit from their human 
capital then they will seek a positive return from investing in training and 
development activities. In many cases, organizations will invest in highly specific 
training in the belief that this will provide immediate short-term returns and benefits. 
Returns such as increased productivity may be expected from and attributed to 
training programmes; however, the benefits and returns may be far better when the 
training is facilitated by a good human resource management structure (Almeida-
Santos & Mumford, 2004). 
 
While there has been some recognition of the benefits of training, many employers 
have been forced to train employees as a result of skills shortages. Although there are 
examples of high-quality tailored training programmes delivering substantial benefits 
to companies such as the management development package described by Sloan et al. 
(2002), others such as Cooney (2002) have identified problems with the quality of 
some of the highly specific training that is delivered in the workplace. Cooney (2002) 
has also suggested that Australian employers have a preference for on-the-job training 
that develops only low-level, firm-specific skills with little or no emphasis on in-
depth knowledge. This may be in part a response to the issue identified by Brook 
(2005) concerning the potentially improved employability of employees with 
transferable skills and knowledge. However, Almeida-Santos and Mumford (2004) 
argue that the differences between general and specific training are notional and that 
further investigation is needed to determine the returns from different types of 
training. 
 
Not all workplaces encourage and support training and education of employees. Many 
managers fail to understand the benefits, both long and short term, of investing in 
training and education. According to Almeida-Santos and Mumford (2004), foreign-
owned or controlled workplaces provide more training than Australian-owned 
workplaces. Workplaces with a designated human resource manager were also found 
to provide more training than those without. Contrary to some other studies (Bishop, 
1997; Leuven, 2005), Almeida-Santos and Mumford (2004) maintain that larger 
workplaces are less likely to provide training than small- to medium-sized enterprises. 
In their findings, Almeida-Santos and Mumford (2004) argue that factors such as size, 
location or type of business are not as important predictors of the extent of training 
compared to organizational structures such as the existence of a human resource 
management function. 
 
 
The Australian Qualifications Framework (AQF): 
The AQF has its genesis in the National Training Reform Agenda (NTRA). Smith 
(1998) describes the NTRA as a series of training reforms taken by the Federal, State 
and Territory governments from the mid-1980s to the early 1990s. However, as 
Ingersoll (2004, p. 186) notes '. . . it also represented a shift in policy direction away 
from the supply perspective to one of demand'. The NTRA led to the formation of the 
Australian National Training Authority (ANTA) under the Australian National 
Training Act 1992. This body was charged, through the ANTA agreement, with 
monitoring state training and ensuring an integrated approach to VET. ANTA was 
also seen as critical for change to be able to occur and to meet inconsistencies and 
diversities within the VET system (Ingersoll, 2004). 
 
With the development of ANTA came competency-based training as the benchmark 
for all accredited vocational training in Australia. The key features of a competence is 
that it is an observable, demonstrable skill, process or performance that could be 
measured against set standards. Key competencies must also be transferable between 
industries and occupations (Ingersoll, 2004). 
 
While announcing his new ministry in October 2004, the newly re-elected Prime 
Minister John Howard announced that 'From July 2005 the Australian National 
Training Authority will be abolished and its responsibilities taken into the department 
(Department of Education, Science and Training (DEST)), bringing significant 
administrative savings' (Prime Minister's Press Release, 2004). He also announced 
that a ministerial council on vocational education would be set up to ensure the 
continued harmonization of a national system of standards, assessment and 
accreditation, with goals determined by a Commonwealth State funding agreement. 
Under this arrangement, Wheelahan (2004, p. 6) notes that vocational education and 
training will '. . . develop along two trajectories over the next five years'. The first will 
involve the reforming of VET and the second will be in HE, becoming more market-
driven '. . . stimulated as a consequence of the Commonwealth's recent HE reforms, 
which will result in VET becoming a provider of short-cycle HE qualifications' (p. 6). 
 
It seems that for at least the next three years (the term of the current Federal 
government), VET will increasingly be pressured by the Federal government to focus 
on a reduced range of vocational skills. Private providers of HE and technical 
education will be encouraged to set up in competition with the existing institutions, 
and the industry will have a far greater say in VET, to the virtual exclusion of other 
stakeholders. Wheelahan (2004, p. 16) believes that this period will '. . . be 
characterised by conflict, public investment in private institutions, increased central 
government regulation, a narrowing of skills and development and the ad hoc growth 
of HE in VET, leading to a fragmented post-compulsory education and training 
system'. 
 
While all of this has been occurring, the only obvious change to the AQF has been the 
addition of the associate degree as an HE qualification. While this will put pressure on 
the existing universities, it will allow private institutions and VET suppliers to further 
enter the HE sector. The AQF as it currently exists is made up of 16 nationally 
recognized qualifications outlined in Table 1, which are issued in the secondary 
schools sector, the vocational education and training sector (Colleges of Technical 
and Further Education (TAFE) and registered private providers), and the higher 
education sector, which is currently made up mostly of universities (Australian 
Qualifications Framework, 2005). 
 
The uptake of skills and qualifications in Australia 
The restructuring of the Australian workforce, over the past two decades, was 
essentially to have been demand driven, but a skewed focus towards university 
qualifications has resulted in a dramatic reduction in the uptake of trade qualifications 
and, to a lesser extent, of vocational training. Connell and Burgess (2001) note that 
there has been a bimodal shift to high-skill and low-skill jobs as a result of this 
restructuring. They further note, 'It is clear that formal educational qualifications are 
spreading across the population, as a growing proportion of the workforce complete 
high school and some form of post-secondary formal education' (pp. 1–2). 
 
While most Australian universities have enjoyed buoyant enrolment figures, employer 
groups have expressed concerns that while the Australian economy and employment 
figures have grown, very little attention has been paid to the skills shortages in the 
traditional trades. Minister for Employment and Workplace Relations Kevin Andrews 
(cited in Donaldson, 2005, p. 8), has noted that vacancies for skilled trades has risen '. 
. . by about 50 percent in the last three years'. McLennan (cited in Syvret (2004, p. 
10)) notes that there appears to have been '. . . a complete move away from 
apprenticeship based training', a point also made by the president of the Australian 
Council of Trade Unions (ACTU), Sharan Burrow (cited in Donaldson, 2005, p. 1) 
who has also emphasized the temporal aspect of this shortage: 'Australia's skills crisis 
is a problem that has been a long time in the making and which will now take a long 
time to fix'. 
 
Burrow (cited in Donaldson, 2005) has also accused the Federal government of 
developing policies that are exacerbating the problem. She challenged the 
government's own figures of 400,000 apprenticeships, claiming that only 
approximately one-third of these are actual trades' apprenticeships. The balance is 
made up of traineeships including short-term traineeships in occupations such as 
kitchen-hand in fast food outlets. The abolition of ANTA is also seen as having had a 
detrimental effect on the supply of skills (Burrow, cited in Donaldson, 2005). 
 
The Federal government has undertaken to create a new system of 24 technical 
colleges to address the skills shortages. These mostly regional colleges are seen by the 
Minister of Vocational and Technical Education, Gary Hardgrave (cited in 
Donaldson, 2005) as a way of giving vocational education the community recognition 
that it deserves. Costing $289 million these colleges will take four years to build with 
the first to open its doors in 2006. 
 
 
Research aims and objectives: 
Given this changing landscape and the fact that skills shortages and recruitment 
difficulties are gaining wide publicity, this research sought to obtain an indication of 
the qualifications being required by industry, the current recruitment difficulties being 
encountered and the training and development opportunities being offered following 
employment. This article reports on the outcomes of a replication study of the survey 
by Miller et al. (2002) of British employers that requested information on the 
qualifications sought when recruiting employees and on subsequent training and 
development. While Miller et al. (2002) were interested in the uptake and use of the 
British National Vocational Qualifications, the study reported in this article is 
primarily focused on the uptake and use of the AQF qualifications by North 
Australian employers. 
 
Specifically, this study examines entry qualifications and training provisions for 
Australian workers by addressing the following: 
 
•  Are Australian employers specifying qualifications within the AQF as the minimum 
r preferred entry criteria? o  
•  Do the entry criteria vary with job categories and levels? 
  
•  Are vocational or academic awards specified for entry? 
  
•  Is there variance in requirements across different sectors? 
 
 
Methodology: 
The study utilized a self-administered questionnaire that was predominantly 
distributed by mail. The questionnaire was based upon a previously administered 
survey (Miller et al., 2002). However, additional questions were added to extend the 
study to consider recruitment and selection approaches and training and development 
strategies. The survey was broken into four sections: (1) employment and turnover, 
(2) recruitment and selection, (3) qualifications, (4) training and development – 
general and qualifications, training and development – position-specific. A range of 
question types were used including forced choice, Likert scale and open-ended. 
 
Sample 
The population frame consisted of employers in both public and private sectors, in 
non-metropolitan Queensland and the Northern Territory who were listed on the 
databases of either the Australian Institute of Management or MGES Recruitment 
(industry partners in this research). The convenience sample of firms was drawn from 
the service, resources and manufacturing sectors. A total of 70 responses were 
received at the time of this analysis. Of the respondents, 52 (76 per cent) were located 
in non-metropolitan Queensland and 10 (15 per cent) were located in the Northern 
Territory. The remainder of the respondents did not indicate their location. In terms of 
industry representation within the sample, 50 per cent of the respondents came from 
four sectors: (1) public administration and defence; (2) finance, property and business 
services; (3) mining; and (4) professional services. The remainder were spread across 
12 other nominated sectors representing a broad range of industries. With regard to 
the type of businesses responding, single business units (private or public) represented 
48.6 per cent (34) of the respondents; branches or franchises represented 25.7 per cent 
(18) and public service represented 25.7 per cent (18). 
 
 
Results: 
Minimum and preferred entry qualifications 
Table 2 presents a profile of respondent organizations. The number and types of 
industries are considered to be a representative mix of industries found in North 
Australia. 
 
Employers were first asked two questions relating to the entry level of qualification 
that they required for their employees. The first question addressed the minimum 
level of qualification that would be acceptable for each of the major categories of 
employee that they recruited. The second question addressed the preferred level of 
qualification for the categories. Figure 1 shows the proportion of employers requiring 
no minimum entry qualifications across 10 job categories. As would be expected, 
those positions with the lowest requirement for qualifications are found at entry-level 
positions such as clerks/administrators and labourers. Even within the job category 
with the lowest requirements, entry-level clerical positions, 65 per cent of employers 
still reported requiring some level of qualification (even if this was only in the form of 
previous experience). This across-the-board requirement of minimum qualifications 
ranged from the entry level clerical positions to professionals with a 98 per cent 
requirement. 
 
Table 3 shows the responses of employers to the 10 job categories in terms of 12 
levels of qualifications. Each of these levels of qualifications can be directly equated 
with the AQF framework except for the none, other, previous experience and specific 
training qualifications (non-AQF) categories. The number of employers who reported 
that they employed staff members in each job category is shown in the first row of 
this table. The range of reported employments spanned from 39 to 68 employers. The 
number of employers who reported that they employed staff members within each 
category is the base from which percentages were calculated and presented in each 
column. 
 
It is interesting to note that the number of respondents who identified experience as 
the minimum and/or preferred qualifications for senior managers/administrators and 
middle managers/administrators is particularly high at 29 (45 per cent), 26 (40 per 
cent), 42 (62 per cent) and 31 (46 per cent), respectively. This suggests that the AQF 
qualifications are still not clearly recognized and adopted within the ranks of senior 
and middle managers/administrators, whereas these same managers/administrators 
expect a formal qualification in other professional positions, with 38 (62 per cent) and 
37 (61 per cent) respectively, indicating that this was expected. 
 
Figure 2 shows the proportions of employers specifying vocational qualifications as 
the minimum or preferred qualifications for entry to each job category. This figure 
indicates that some employers still prefer vocational qualifications in entry-level 
managers/administrators, and these qualifications as a minimum qualification in 
middle-level managers/administrators. A very small minority seek vocational 
qualifications (minimum or preferred) in senior managers/administrators. It is not 
surprising that most employers stipulated a vocational qualification with 
tradespersons and related workers with the majority requiring a vocational 
qualification as a preferred qualification. Most employers surveyed are seeking 
clerical and service workers with some qualifications and prefer vocational 
qualifications. 
 
Table 4 presents employers' specification of vocational or higher education 
qualifications in terms of minimum and preferred entry requirements for the 10 job 
categories. The four job categories of manager/administrator first level, 
clerical/service worker advanced level, clerical/service worker entry level and 
labourer/related worker had the highest number of minimum not specified responses 
at 10, 11, 33 and 25 per cent, respectively, and with 1, 3, 14 and 3 per cent 
respectively not specifying a preferred entry-level qualification. HE minimum 
qualifications were specified most for manager/administrator senior level (32 per 
cent), manager administrator middle level (25 per cent), manager/administrator entry 
level (16 per cent), professional (62 per cent) and allied/associate professional (10 per 
cent) with preferred qualifications for these same groups being 65, 50, 24, 70 and 21 
per cent, respectively. 
 
The tradesperson/related worker category gave the highest number of respondents 
who specified a vocational qualification as a minimum entry requirement (61 per 
cent) with 57 per cent specifying a preferred vocational qualification. Low numbers of 
respondents identified a vocational qualification as the minimum requirement for the 
categories of manager/administrator middle level (13 per cent), professional (11 per 
cent), allied/associate professional (14 per cent) and clerical/service worker advanced 
(45 per cent) with some 10, 8, 30 and 69 per cent, respectively, indicating that a 
vocational award was the preferred qualification for these groups. 
 
Figure 3 displays the proportions of employers specifying HE qualifications as the 
minimum or preferred qualifications for entry to each job category. As would be 
expected, the professional job category has the highest minimum/preferred 
specification, but what is surprising is the high proportion of preferred responses in 
five of the job categories. This suggests that there is a degree of pragmatism present in 
the employers surveyed. What one wishes for is not always available, especially in the 
regional and remote part of Australia. The other responses of interest are the zero 
minimum academic qualifications for clerical/service workers advanced and entry 
levels with only a small number of preferred qualifications. 
 
Table 5 is a comparison of employers' use of vocational qualifications with HE 
qualifications. With the industries placed into three composite categories, a clear 
picture of employers' qualifications preferences emerges. The greatest requirement for 
vocational qualifications, as compared to academic qualifications, is in the mining, 
construction, electricity, gas and water, manufacturing, transport and storage 
industries (3.25). This is also the only category of employers that prefers vocational 
qualifications above academic qualifications in their managers/administrators, 
professionals and allied or associate professionals (10 : 8). The least requirement for 
vocational qualifications is in the health and community service, personal and other 
service, education, cultural and recreational, communication services, public and 
administration services and tourism industries (0.78). 
 
Employee training and development 
Employers were also asked to give information on training and development 
programmes offered to employees. Table 6 presents the number of employers with 
both minimum entry and no entry requirements who provide training and 
development for employees. The table also gives a breakdown of training provided 
for each of the 10 job categories. 
 
The largest number by far of employers who stipulate no minimum qualifications but 
provide later training are those who employ entry-level clerical/service workers (21 
out of 56). There is a good spread of employers who stipulate minimum qualifications 
and then provide training after employment. Only a small percentage do not provide 
further training for employees who have minimum qualifications. Whereas the overall 
total number of employers who provide training is quite high, the job categories that 
receive the most training after employment are managers/administrators senior, 
middle and first levels and entry-level clerical/service workers. The job category that 
receives the least training post-employment is labourer/related worker. 
 
 
Discussion and conclusions: 
This paper sought to give an indication of the qualifications being sought by industry, 
and the training and development opportunities being offered following employment. 
The primary focus was on the uptake and use of the AQF qualifications by North 
Australian employers. Across the board, organizations expressed a preference for 
minimum qualifications ranging from the entry-level clerical positions to 
professionals. However, AQF qualifications are still not seen as essential for senior 
and middle managers/administrators, whereas these same managers/administrators 
expect a formal qualification in other professional positions. Some employers still 
prefer vocational qualifications in entry-level managers/administrators and a very 
small minority seek vocational qualifications in senior managers/administrators. It is 
not surprising in the Australian context, which has a strong government-funded 
vocational education system, that most employers stipulated a vocational qualification 
for tradespersons and related workers with the majority requiring a vocational 
qualification as a preferred entry qualification. 
 
HE qualifications were commonly required as a minimum entry-level qualification for 
professional positions, manager/administrator senior-level positions and manager 
administrator – middle level and to a lesser extent manager/administrator – entry level 
and allied/associate professional. What emerges is a degree of pragmatism present in 
the employers surveyed. What one wishes for is not always available, especially in 
regional and remote Australia, so although employers prefer managers with HE 
qualifications, they often accept experienced employees with no formal management 
training at an HE level. 
 
The largest number by far of employers who stipulate no minimum qualifications but 
provide later training are those who employ entry-level clerical/service workers. 
There is a good spread of employers who stipulate minimum qualifications and then 
provide training after employment. Only a small percentage of firms surveyed do not 
provide further training for employees who have minimum qualifications. Whereas 
the overall total number of employers who provide training is quite high, the job 
categories that receive the most training after employment are 
managers/administrators – senior, middle and first levels and entry-level clerical/ 
service workers. So as Pollit (1999) argues, organizations can up-skill by buying skills 
and knowledge through external recruitment or they can build competences and 
knowledge by investing in the existing workforce. In the firms in this study, they have 
used both mechanisms in an effort to reduce the total cost of creating a skilled 
workforce. 
 
The findings in this study support the research of Almeida-Santos and Mumford 
(2004) that employers provided or funded training in most participating organizations. 
Only one employer stated that they did not provide training after employment. As 
these organizations were located in North Australia and most were located in regional 
or rural centres, they have to provide access to training and education to improve the 
skills of their workforce. However, as Brook (2005) notes, in doing so, they are 
investing in human capital; that is, the skills and qualifications of their employees and 
both human and social capital are important in creating opportunities for employees' 
job retention and career progression. In many regionally-based organizations, it is 
important that employees develop their skills and qualifications and feel that they are 
valued by management. 
 
It may also be the case in the organizations in this study that as Avery et al. (1999) 
note, the current economic situation has given rise to increases in training and 
management development. The majority of organizations in this study are located in 
areas with low unemployment and many expressed difficulties in recruiting skilled 
labour. Managers therefore appear unable to follow the trend noted by Cooney (2002) 
who maintained that Australian employers have a preference for on-the-job training 
that develops low-level firm-specific skills and little or no emphasis on in-depth 
knowledge that is acquired through HE. All organizations that responded to this 
survey provided training and access to vocational training and HE qualifications. This 
supports the position of Almeida-Santos and Mumford (2004), who argue that factors 
such as size, location or type of business are not important predictors of an 
organization's propensity to train and educate employees. 
 
While this research has provided some insight into the level to which employers have 
embraced the AQF in regional Queensland and the Northern Territory, the findings 
should be generalized with caution. As this was an exploratory study, the number of 
respondents was limited and responses came from organizations based in a specific 
regional area. While it is reasonable to assume that other regional and rural 
communities within Australia are facing similar issues, in some cases, the findings 
raise additional questions. This research clearly demonstrates that employees in 
regional and rural Australia in particular are seeking to improve their knowledge and 
skills through vocational training and HE qualifications. In recent years, the 
VET/TAFE sector has graduated large numbers of international students. Further 
research is needed to determine if overseas employers are requiring or valuing these 
qualifications to the same extent as Australian employers do. Also, employers are 
providing access to training and are supporting managerial and professional 
employees to gain HE qualifications. While the majority of organizations prefer to 
recruit workers (other than unskilled labourers) with qualifications, in rural and 
regional centres a more pragmatic stance of recruiting unqualified employees in some 
areas has had to be adopted. Clearly, employers will attempt to minimize training 
costs by recruiting skilled employees but in the end they will have to provide access 
to training and education to ensure that they have a skilled workforce to deliver 
essential services and products. 
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